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(1) 

INSPIRING STUDENTS TO FEDERAL SERVICE 

TUESDAY JUNE 21, 2011 

U.S. SENATE,
SUBCOMMITTEE ON OVERSIGHT OF GOVERNMENT

MANAGEMENT, THE FEDERAL WORKFORCE,
AND THE DISTRICT OF COLUMBIA,

OF THE COMMITTEE ON HOMELAND SECURITY 
AND GOVERNMENTAL AFFAIRS,

Washington, DC. 
The Subcommittee met, pursuant to notice, at 2:34 p.m., in room 

SD–342, Dirksen Senate Office Building, Hon. Daniel K. Akaka, 
Chairman of the Subcommittee, presiding. 

Present: Senator Akaka. 

OPENING STATEMENT OF SENATOR AKAKA 

Senator AKAKA. The hearing will come to order. 
Aloha and thank you all for being here today as the Sub-

committee examines how the Federal Government could better 
partner with colleges and universities to prepare and recruit stu-
dents for Federal service. And I would like to recognize interns who 
are attending this hearing and thank you for coming to listen in 
on what we hope you can be a part of in the very, very near future. 
So thank you so much for being here. 

The Federal Government is the largest employer in the United 
States, and Federal service is a noble profession. Within the next 
5 years, the Federal Government is expected to face one of the larg-
est retirement waves in the Nation’s history, making the develop-
ment of a new generation of workers even more vital. 

In today’s economy, many students are graduating only to find 
that they are locked out of a market that is not producing enough 
jobs. At the same time, the Federal Government has jobs that are 
mission critical and difficult to fill. There simply are not enough 
graduates to fill critical jobs in many scientific, technical, national 
security, and medical fields. We must develop innovative strategies 
to bridge this gap. We should not look at this solely as a challenge. 
This creates a unique opportunity for universities to place grad-
uates in good jobs if we can make students aware the opportunities 
exist and prepare them to fill those jobs. 

We need to continue to build stronger relationships between 
agencies and universities to help foster academic programs that 
prepare students for Federal service, especially for difficult-to-fill 
positions. I believe that, working together, we can maximize our re-
cruitment efforts to address critical hiring needs while also cre-
ating direct pipelines for students into the agencies. 
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As part of this effort, we must continue to work to improve the 
broken Federal hiring process. This Subcommittee has focused on 
reforming the Federal hiring process. Since 2008, we have held 
three hearings on the issue and worked closely with the adminis-
tration on its reform efforts. Additionally, I introduced the Federal 
Hiring Process Improvement Act last Congress with Senator 
Voinovich. I intend to continue that effort this year. 

The Administration has been making some good progress, but we 
still hear stories of talented individuals who seek employment with 
the Federal Government, only to grow frustrated with the archaic 
hiring process and find work elsewhere. In the past, I believe there 
has been too much focus on creating exceptions to the competitive 
hiring process for recent graduates rather than making sure the 
competitive process works for them. 

I strongly believe the competitive hiring process can serve as an 
effective avenue for bringing recent college graduates into the 
workforce. The competitive hiring process serves as our most effec-
tive tool to ensure that the Federal workforce is composed of the 
most qualified and able individuals, who are appointed only after 
competing in a fair and open process that is free from political in-
terference. 

As the President stressed when he issued his Executive Order 
last December on Recruiting and Hiring Students and Recent 
Graduates, the Federal Government benefits from a diverse work-
force that includes the enthusiasm and perspectives of students 
and recent graduates. Once we recruit students and recent grad-
uates, we must harness their enthusiasm and talents through fo-
cused training and development. 

One program I am particularly proud of is the Pearl Harbor 
Naval Shipyard apprenticeship program, which attracts thousands 
of applicants for 125 to 150 positions each year. The apprentices 
learn a trade and earn an associate’s degree from the Honolulu 
Community College through this 4-year, paid work-study program. 

I am so glad to have each of our witnesses here today rep-
resenting both the public and private sectors. Each one of you 
brings a different and valuable perspective to this discussion. I look 
forward to hearing from each of you today and also continuing to 
work with you to ensure our next generation of Federal workers 
will be ready to lead. 

I welcome our first panel of witnesses to the Subcommittee: 
Christine Griffin, Deputy Director of the Office of Personnel Man-
agement (OPM); Michael Kane, Chief Human Capital Officer 
(CHCO) at the Department of Energy (DOE); and Ms. Carolyn Tay-
lor, Chief Human Capital Officer at the Government Accountability 
Office (GAO). 

As you know, it is the custom of this Subcommittee to swear in 
all witnesses, so please raise your right hand. Do you swear that 
the testimony you are about to give before this Subcommittee is the 
truth, the whole truth, and nothing but the truth, so help you, 
God? 

Ms. GRIFFIN. I do. 
Mr. KANE. I do. 
Ms. TAYLOR. I do. 
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1 The prepared statement of Ms. Griffin appears in the appendix on page 31. 

Senator AKAKA. Thank you. Let it be noted for the record that 
the witnesses answered in the affirmative. 

Before we start, I want you to know that your full written state-
ments will be made part of the record, and I would like to remind 
you to please limit your oral remarks to 5 minutes. 

Ms. Griffin, will you please proceed with your statement? 

STATEMENT OF THE HON. CHRISTINE M. GRIFFIN,1 DEPUTY 
DIRECTOR, U.S. OFFICE OF PERSONNEL MANAGEMENT 

Ms. GRIFFIN. Thank you, Senator Akaka, and it is great to see 
you back in action and well. 

Senator AKAKA. Good to be here. Thank you. 
Ms. GRIFFIN. Thank you for the opportunity to testify today re-

garding the Office of Personnel Management’s efforts to improve 
the way the Federal Government recruits and hires students. We 
are excited about all of the hiring reform measures that we are 
taking at OPM, both as an employer and as the Federal Govern-
ment’s H.R. adviser. 

Hiring reform has several major components, all of which, in one 
way or another, create opportunities to improve Federal employ-
ment options. Essay-style questions have been eliminated from the 
initial application, and job seekers can apply for a Federal job with 
just a resume and a cover letter. Supervisors and managers are 
more involved in the hiring process, and they are held accountable 
for the quality of their hires and for supporting a successful transi-
tion of new employees into the Federal service. Once we get them, 
we need to keep them. 

I am pleased to tell you that we recently launched 
USAJOBSRecruit. This is a one-stop recruiting site for Federal 
agencies that providing information, tools, and guidance on recruit-
ment as well as provides an opportunity for agencies to collaborate 
with one another through the use of discussion forums and blogs. 

Additionally, through USAJOBSRecruit, there is a new tool 
called the School Sorter. This allows agencies to sift through appli-
cants by the type of university they attended. The School Sorter 
provides data in educational resources covering a full range of post-
secondary institutions across the country, including over 7,000 col-
leges and universities. Users can share recruiting experiences, and 
they can search schools based on available majors and degrees, 
much like the ones you discussed, that are difficult to find or to fill 
Federal jobs with. Also, we can sort by historical commitment to 
serving diverse populations in promoting Federal service to their 
students. 

The Student Pathways Programs are another major component 
of hiring reform. It establishes clear paths to Federal internships 
for students from high school through postgraduate level and to ca-
reers for recent graduates. This program requires agencies to in-
vest in meaningful training and career development for individuals 
at the beginning of their Federal careers. 

The three programs included in the Pathways framework are: An 
internship program, a Recent Graduates Program, and a reinvigo-
rated Presidential Management Fellows (PMF) program. We expect 
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to issue proposed regulations for public comment sometime later 
this summer. 

OPM also conducts extensive outreach to students in educational 
institutions with a particular emphasis on enhancing diversity 
within the overall Federal workforce. For example, OPM employees 
go directly to historically black colleges and universities and His-
panic colleges and universities to conduct training on how to apply 
for Federal internships or jobs. In the last few months, I personally 
have gone to the University of Texas-San Antonio, L.A., and San 
Diego to speak directly with students and university representa-
tives to explain the opportunities for Federal internships and ca-
reers. I will be in Cincinnati next week doing exactly the same at 
the LULAC conference. 

OPM, in collaboration with the Partnership for Public Service, 
helps educate a new generation of leaders about the importance 
and value of public service with the Call to Serve Initiative. This 
initiative reaches more than 700 schools and more than 75 Federal 
agencies, and right now we are planning to invite the hundreds 
and hundreds of Federal interns here in D.C. this summer to a 
briefing at OPM on Student Pathways so that when they return to 
their schools they can begin spreading the word. And, actually, a 
lot of the interns that are here today are involved in actually devel-
oping that briefing for their fellow interns through our government. 

In addition to our efforts to spearhead the Pathways Program 
Framework governmentwide, we are also working to enhance our 
own internal agency programs for student interns and Presidential 
Management Fellows. We have long recognized that the PMF pro-
gram offers an excellent source of talented individuals who have al-
ready been recruited and vigorously assessed by OPM. 

You are a leader in this area, Mr. Chairman, and especially in 
the area of mentoring and supervisory training. We know that em-
phasizing the importance of supervisory training makes it clear 
that supervisory skills are valued in their own right, and the op-
portunity to become a supervisor or a manager is not merely a re-
ward for achievements unrelated to one’s potential as a supervisor. 
So we recognize the importance of training as we published in our 
regulations for supervisors that every 3 years they should know 
about mentoring employees, improving employees’ performance, 
conducting performance appraisals, and assisting employees in ad-
dressing unacceptable performance. We know that good mentoring 
is an integral part of developing and retaining a diverse workforce. 

Thank you again. I will be happy to respond to any questions you 
have. 

Senator AKAKA. Well, thank you very much for your statement, 
and it is good to hear what you are doing, so thank you very much, 
Ms. Griffin. 

Mr. Kane, please proceed with your statement. 
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1 The prepared statement of Mr. Kane appears in the appendix on page 39. 

STATEMENT OF MICHAEL C. KANE,1 CHIEF HUMAN CAPITAL 
OFFICER, U.S. DEPARTMENT OF ENERGY 

Mr. KANE. Mr. Chairman, thank you very much for the oppor-
tunity to appear before you today. We at the Department are par-
ticularly proud to be here and discuss our recruitment programs 
and, notably, what we are doing in the area of student Ambas-
sadors, which furthers the competitive process and gives focus to 
those individuals of talent who want to pursue Federal service. 

In the strategy, we looked at how the Department was recruit-
ing. Specifically, we have 15,000 Federal employees. We have 18 
servicing personnel offices, and they are spread throughout both 
rural and highly metropolitan areas. 

When we looked at those offices, we discovered that they had tre-
mendous local outreach. They did a very good job with local univer-
sities in and around our facilities and our laboratories in highly 
technical hiring environments where there were skill sets that we 
needed. However, just as you discussed, bringing the best and the 
brightest means reaching beyond those boundaries. It means 
broadening the view from just a job to a career, to a lifelong com-
mitment. 

So we studied where we were holding job interviews, where we 
were addressing student employment, and we found that although 
we did something on the order of 182 job fairs and events through-
out the year, they were split: 40 percent of them in the West, about 
25 to 27 percent in the Midwest, and then the remaining 20 on the 
east coast. And we were drawing what I call geographically related 
recruitment from them. We needed to broaden that activity. 

We also needed to address the fact that OPM and the entire re-
form effort connected with USAJOBS gave students a wider win-
dow. That window opened them up to endless job possibilities, but 
they needed help and assistance to look at how those job opportuni-
ties translated into their specific condition. 

We focused on establishing, back in 2009 and 2010, six positions 
called student Ambassadors. The intent was to put these students 
who had worked for us, who came from diverse program back-
grounds—they were graduate and undergraduate students, engi-
neering students, business students, international affairs stu-
dents—out as our Ambassadors, providing peer-to-peer, student-to- 
student discussion about what it was like to work in the Depart-
ment of Energy, what it was like for the Federal Government. So 
that behind USAJOBS and all the ability it gave students to locate 
jobs, they could talk about careers; they could talk about meaning; 
they could talk about the things that are important to the new gen-
eration: Commitment, the chance to make a difference, lifestyle 
changes. And the students themselves, using USAJOBS and using 
that knowledge, could look beyond just competing for a local job 
and ask where is the career path, how can I navigate that path, 
if I need more information how can I find it. 

So what we had were people who were located on the college 
campuses, working with the professors, and here is the key factor 
to me. Those six people by the end of a 7-month rotation, basically 
the school semester year, had brought about contacts with over 71 
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1 The prepared statement of Ms. Taylor appears in the appendix on page 44. 

faculty. Now, those students may graduate and move on, but that 
bridge that they have created to mine the talent that is there, to 
refer it, is continual. It is a renewable resource for us. And so we 
believe the student Ambassadors are an excellent way to com-
plement the electronic world that we live in. Whether we are 
tweeting or texting, we have the ability for students and faculty to 
find somebody who can tell them what we are really like, who can 
talk about our values, can talk about our training opportunities, 
can talk about the career paths in a language they understand, and 
they can tell us more directly what is working in our recruitment 
and what is not. 

I thank you very much for that opportunity. 
Senator AKAKA. Thank you very much, Mr. Kane, for your state-

ment. It is good to hear what you are doing in helping students be-
come future employees. 

Ms. Taylor, will you please proceed with your statement? 

STATEMENT OF CAROLYN M. TAYLOR,1 CHIEF HUMAN CAP-
ITAL OFFICER, U.S. GOVERNMENT ACCOUNTABILITY OFFICE 

Ms. TAYLOR. Thank you. Chairman Akaka, thank you for the op-
portunity to be here today to discuss GAO’s campus recruitment 
program. As an organization committed to having a high-per-
forming diverse workforce, we place great importance on attracting, 
hiring, training, and retaining employees with the skills needed to 
support GAO’s mission to serve Congress and the American public. 
While our future hiring will be shaped by the budget environment, 
over the past 5 years we have hired about 300 employees each 
year, mostly at the entry level, for our analyst and analyst-related 
positions. Also over this time period, we have had a very robust 
student intern program. 

Having a strong campus recruitment program has played a key 
role in attracting highly qualified candidates. Today I am going to 
focus my remarks on our campus recruitment program, our recent 
efforts to enhance that program, and other programs and policies 
we have in place to support and help new staff. 

Now, GAO’s campus recruitment program began about a decade 
ago. We use senior executives and staff from across the agency to 
develop and maintain relationships with many colleges and univer-
sities across the country. Our relationship building has been pri-
marily based on campus visits to recruit both our candidates for 
entry-level as well as for intern positions. 

In addition to these visits, each year since 2001 we have con-
vened an Educators’ Advisory Panel. This panel includes deans and 
professors from various colleges and universities. Through this 
panel we have obtained advice and provided feedback about ways 
schools can refine and strengthen their curricula to make their 
graduates more successful at GAO. 

To supplement our campus-related efforts, we outreach to var-
ious professional organizations and groups and attend their con-
ferences and make presentations. We also invite them to come to 
GAO to talk to our staff as well. This approach has been really 
very effective. Our brand recognition has grown tremendously, and 
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we get thousands of highly qualified candidates for each of our 
openings. 

However, it is a 10-year-old approach. As part of our effort to 
focus more attention on strategic human capital management and 
to be consistent with our recommendations to other agencies, we 
have taken actions to enhance that approach. We established 
stronger linkages between our recruitment efforts and our workers’ 
planning needs, and we set recruitment priorities based on data 
and recent evaluation from our program outputs. 

Additionally, given the important role our recruiters are playing, 
we have taken steps to make sure we have a well-trained and di-
verse recruitment cadre. Also, we have instituted a number of in-
stitutional changes and administrative changes to make the pro-
gram more efficient. 

Along with our efforts to recruit and hire high-quality, diverse 
staff, we have other programs in place to support staff once they 
arrive at GAO. This support comes primarily from our 2-year pro-
fessional development program. This program helps new staff learn 
about our core values, how we do our work, and the standards by 
which they will be assessed. 

Each new employee is assigned an adviser, and each employee 
participates in many, many hours of training, both classroom and 
on the job. New employees receive formal feedback every 3 months 
and formal performance appraisals every 6 months to help them 
develop and improve their skills and competencies. 

In addition to our professional development program, the involve-
ment of our senior leaders and other policies have been really help-
ful to help employees adjust to GAO. For example, our leaders 
often participate in the new hire orientation. Our agency head, the 
Comptroller General, meets with our new employees. And most of 
our senior executives take an active role in some way or the other 
in the development opportunities that are provided for new staff. 

New employees can participate in our mentoring program, and 
we have policies in place to help foster an inclusive and supportive 
work environment to help all staff balance work and life, including 
flexible schedules and telework. 

We think these practices, policies, and programs have contrib-
uted to employees’ decisions to stay. About 90 percent of the em-
ployees that we hired in 2008 are still with us today. 

Finally, feedback from our new employees shows really high lev-
els of job satisfaction. This positive feedback has contributed to 
GAO being named as the second best place to work in the govern-
ment in 2009 as well as in 2010. 

This concludes my prepared remarks. I will be very glad to an-
swer any questions that you may have, Mr. Chairman. 

Senator AKAKA. Thank you very much, Ms. Taylor, for your testi-
mony here and your statement. 

Ms. TAYLOR. You are welcome. 
Senator AKAKA. Let me ask my first question to Ms. Griffin. 

Many companies that are successful in recruiting top talent require 
senior executives to devote time to recruiting and developing the 
workforce. What steps is OPM taking to engage senior leadership 
and focus their attention on recruiting and cultivating top talent? 
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Ms. GRIFFIN. Well, some of the initiatives that we have taken 
through the hiring reform agenda are getting managers more in-
volved in the whole process, more involved in the recruiting, more 
involved in really the very beginning of the decision about what is 
needed, who is needed, and then getting them to take more owner-
ship of the whole hiring process. 

OPM works closely with the Chief Human Capital Officers, 
Council, and I am sure Mr. Kane can attest to the numerous dis-
cussions that we have about this very issue. And in addition to 
that, one of the things that we are implementing at OPM and we 
hope to share with the rest of the government as we get better at 
doing it ourselves is a mentoring program. 

So there are a number of things that we are doing, but we are 
saying to senior executives and to managers overall, and to super-
visors, that to get good-quality folks, you need to be involved in 
every aspect of the process. 

Senator AKAKA. Well, thank you very much, Ms. Griffin. 
Mr. Kane, understanding which strategies work and which do 

not and adapting accordingly are important parts of a successful 
recruiting program. To do this well, you must collect the right data 
and have metrics in place. 

How are you evaluating and adapting your hiring strategies? 
Mr. KANE. Mr. Chairman, we are looking at an number of fac-

tors. We look at the number of recruits that we have from certain 
universities in certain areas. We look at how many outreach activi-
ties occur by using tools like USAJOBS, for example, to hire, we 
are looking at the number of applicants that come through to us, 
identifying that they have an interest in employment, whether they 
file an application or not. We do that through a series of central-
ized tools. We do that so that we can track where the interest 
comes from and then localize our efforts at those schools. 

I talked a little bit about the Ambassadors program. That is one 
of the things they do. If you look at the number of events they get 
involved in, it is tremendous. So they might result in 80,000 hits 
in terms of applications, requests for information, printed or other-
wise, or just online conversations about employment. Now, that is 
a tremendous amount of information. 

What we need to know more specifically is: Are they finding the 
right jobs? Are they getting to our executives to talk about what 
those jobs really are? Are they able to understand where our jobs 
and careers might result in lifestyle behaviors or changes that they 
want to have? Do they want to go on to graduate school? Do they 
want to go on to a Ph.D.? Do they like living in the desert? Are 
they thinking about a family and looking at a career path that will 
keep them in one place for a long period? Or are they looking to 
be involved in international work and want to travel overseas? 

So we use USAJOBS and we use our Jobs One portal, particu-
larly that automated information, to allow us to focus in on how 
well we are recruiting. Then we use the Ambassadors to focus in 
on how are we connecting. 

Senator AKAKA. Thank you very much, Mr. Kane. 
Ms. Christine Griffin, OPM has led extensive workforce planning 

to address the governmentwide shortage of veterinarians after this 
Subcommittee held a hearing on that issue. There are also short-
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ages of qualified professionals in other areas, including many sci-
entific, technical, and medical fields. Colleges would be eager to 
place their graduates in many of these positions, but they may 
need better information about what training is needed and how 
their students can get hired. 

My question is: How can the Federal Government better work 
with schools to build pipelines into these difficult-to-fill, critical po-
sitions? 

Ms. GRIFFIN. There is no doubt that we need to do a better job 
of actually working with not only our folks at OPM that go out and 
do the recruiting, but also with the other agencies and helping 
them develop any of the skills and tools they need to have access 
to the right colleges and universities as well as access to the folks 
that they can work with to educate the students about the opportu-
nities that exist in the government, and at what agencies in par-
ticular. 

We know that our refresh of the USAJOBS is a way of helping 
them do that, and the tool that I talked about, the 
USAJOBSRecruit, is a very recent tool—I think we only imple-
mented it about a month ago—that will allow agencies to find 
schools specifically with the students that are getting the skills 
that they need in their agencies, and then they can go directly to 
those schools. They can develop relationships with the folks at 
those schools. 

So we are using technology and developing better ways of using 
technology to help the agencies actually recruit the folks that they 
need. 

In addition to that, there are other mechanisms by which we can 
help them do that, and agencies from time to time do come and ask 
us to help them develop particular registers and things like that 
of types of occupations that will help them hire people more expedi-
ently into the workforce. 

Senator AKAKA. Thank you. 
Ms. Taylor, your statement notes that GAO provides feedback to 

schools on how they can refine and strengthen their curricula to 
make their graduates more successful. I would like to hear your 
thoughts on what more the Federal Government could do to pro-
vide schools guidance on the skills the Federal Government needs 
and how schools can prepare their students to be successful Fed-
eral job candidates? 

Ms. TAYLOR. I would say first that we have been working with 
our universities since 2001, a lot of the deans and professors, and 
we have pretty much tailored our feedback to them to fit the job 
areas and the competencies that we need, and so our feedback to 
them has been more directed in that regard. 

And if I were to give some guidance or suggestions to some of the 
other agencies, I think we have to start with each agency’s specific 
mission and focus and have them look for those organizations and 
schools that help them meet their needs and focus specifically on 
their agencies’ key competencies. So it has to sort of be tailored to 
the individual agency. 

Senator AKAKA. Thank you. 
Ms. Griffin, historically, the competitive hiring process was the 

main route into Federal service. However, in recent years the Fed-
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10 

eral Career Intern Program grew so dramatically that most entry- 
level hires were made through that program. I repeatedly raised 
concerns that using the intern program as the general hiring au-
thority undermined veterans’ preference and merit principles. I 
want to thank the Administration for phasing that program out. 

How will you make sure that the new Student Pathways Pro-
grams do not again become a substitute for the competitive hiring 
process? 

Ms. GRIFFIN. One of the ways we can do that, Senator, is actually 
by providing more oversight of that program. It is something that 
we have discussed with all of the Chief Human Capital Officers. It 
is something that we have discussed with the Office of Manage-
ment and Budget (OMB) as well, and we will be seeking to have 
progress reviews and updates on how the program is going on a 
continuous basis so that we never find ourselves in that situation 
again. 

Senator AKAKA. Well, Ms. Griffin, President Obama issued the 
Student Pathways Executive Order last December, but OPM has 
yet to release draft regulations to establish the new Pathways Pro-
grams. What is the cause of the delay? And when do you expect 
the draft regulations to be released? 

Ms. GRIFFIN. Well, I am happy to report that they are complete. 
They are going out for agency comment. They will be available for 
public comment later this summer, so they are actually finished to 
the point where they are releasable to get comment, and we are in 
that process right now. 

Senator AKAKA. Well, that is timely, and it will certainly help 
our cause here. 

Mr. Kane, what are your thoughts on the Student Pathways Ex-
ecutive Order? And how will these new programs impact your 
agency’s student recruitment strategies? 

Mr. KANE. Pathways is certainly a critical piece of our recruit-
ment programs. It has been in the past. What you look at with the 
Department of Energy is the fact that we do have a large number 
of highly specialized skills sets-—nuclear engineering, environ-
mental engineering, power transmission—and one of the things 
that the Pathways Program and others like it does is give us the 
ability to start working with students early on and to encourage 
those students to use internships, use viable, competitive methods 
coming straight out of school. 

We also look at the Pathways Program as an opportunity for us 
to diversify our recruitment efforts. I talked a little bit about the 
things that we have been doing to try to broaden the recruitment 
so that we get what I call geographic harmony, where we do not 
hire from all one local area. 

Pathways does that because it brings a whole large set of stu-
dents into play. It provides an opportunity that other competitive 
means do not. That is not to say that we do not do a lot of competi-
tive hiring. We do, from straight up, very specialized jobs. What we 
really want to do is get young individuals in and help them grow 
in their career path, bring them out in undergraduate school, bring 
them in and encourage them to go back to school, and change the 
direction of where they are going. They might come out a nuclear 
engineer, but then they need to understand something about man-
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11 

aging budgets and costs if they are going to work for the govern-
ment. So they go back and get an MBA. 

Pathways and programs like that provide that orientation. They 
provide that focus. So they are extremely valuable to us. They are 
much needed. 

Senator AKAKA. Well, thank you very much for that. I have com-
plimented and praised our military because, as they rise in rank, 
people do not realize how much training and education they go 
through so that they can deal with their troops and whatever mis-
sion they will be facing, which changes. And so they have constant 
education so that they are very, very well educated, and so in a 
sense we need that in the other departments as well. 

Mr. KANE. And we need to provide that continuity so that those 
uniformed service members coming out who want to continue to 
serve their country can take that highly specialized training that 
they have, marry that with academic credentials, and continue to 
evolve. Pathways is one way to do that. 

Senator AKAKA. Mr. Kane, some students considering Federal 
jobs are deterred by the complicated Federal hiring process. We 
have been working on that, all of us. OPM has made progress on 
reforming the hiring process, and as Ms. Griffin testified, OPM is 
also working to provide students with information to help them 
through this process. 

How do you make sure your recruiters on campus have the train-
ing and ability they need not only to recruit students but also to 
help them navigate the Federal hiring process? 

Mr. KANE. We actually train them on how the process works, 
what the good points and the bad points of an automated filing 
process are, how to go through looking at a job and aiding a stu-
dent in deciphering that job, read what is there. 

One thing that I think is very important to do with students in 
particular is to help them understand where they are in the proc-
ess and what they are looking for. I talked about the student Am-
bassadors. That is a critical link for us in doing that because they 
have actually worked, they have spent a summer or longer working 
inside our buildings, inside our plants. They know the difference. 
They can tell somebody if you are looking to do hands-on work, you 
do not want to go to Washington. Washington worries about man-
agement and budgets and vision and direction. If you want to do 
hands-on engineering, you want to be in Los Alamos, in New Mex-
ico. That is one example of what they can do. They can focus in 
on where the work is and help the students translate where the 
best opportunity for them at that point is. 

So I think that is invaluable. We cannot use all the tools as just 
a way of getting people in. We have to keep the human touch there. 
We have to have that quality touch. It is old-fashioned HR. I am 
going to talk to you. I am going to sell you on my job and why this 
is important. 

Senator AKAKA. Thank you. 
Ms. Taylor, I know that you have stressed the importance of 

keeping strong relationships with universities, but in this current 
budgetary climate, many agencies are not hiring. How is GAO en-
gaged with universities to continue to strengthen relationships on 
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12 

campus in this current climate? And do you think these efforts 
have been successful? 

Ms. TAYLOR. We are revising our campus recruitment approach. 
We are not going to visit as many campuses as we have in the 
past. It is just financially not efficient for us to do that. We are 
going to maintain our relationships through a variety of ways. We 
have lots of information that we share, that we can give them. We 
have our senior executives we call our campus executives, and each 
campus executive has probably one or two colleges that they stay 
in contact with, with that personal touch, as Mr. Kane mentioned. 
They will call and periodically talk about what is happening in 
GAO and talk about our announcements. We will invite some of the 
students and the colleges to come to GAO, particularly those who 
are coming to Washington. Many of them have a Washington se-
mester or a Washington visit. We will invite them to visit there. 

But we have readjusted our focus. We have what we call sort of 
a three-pronged approach. We are going to continue to visit a few 
schools. For most of our schools, we are going to have what we call 
a hybrid approach—some visits but more virtual information shar-
ing—and then many others where we are just sharing information 
electronically. 

Senator AKAKA. Well, here is my final question, and this is for 
the panel. For internship programs to succeed, they must not only 
meet agency needs, but also provide career development and train-
ing for participants that prepare them for a career in Federal serv-
ice. 

How do you make sure your internship programs provide stu-
dents the opportunities they need to identify and prepare for ca-
reers at your agency or other Federal agencies? Ms. Griffin. 

Ms. GRIFFIN. Well, one of the things that is actually discussed 
within the confines of the Pathways Program is that we as a gov-
ernment have to do a much better job of actually developing pro-
grams for students when they come in, everything from having an 
active program that teaches them about the opportunities within 
the Federal Government, within your agency in particular, making 
sure that they are exposed to all aspects of what a government job 
entails and what a career in the Federal Government can entail. 
And that could be everything from having, a speaker series where 
different people in different parts of the agencies actually talk to 
them and explain what their career path has been like and what 
led them to where they are, to very good advice from our own folks 
at OPM about how to develop a good resume, how to really apply 
for Federal jobs, how to navigate all the different systems that are 
involved. 

I know that we are very active in not only doing that, but help-
ing other agencies, reaching out to other agencies and helping them 
develop those same types of programs. 

Senator AKAKA. Mr. Kane. 
Mr. KANE. I could follow on with almost exactly what Christine 

had to say, but there is one other key piece that we as leaders have 
to do. We have to protect that budget authority and make sure it 
stays stable. So to provide those speaker series, to enter into rota-
tional assignments, it involves temporary duty assignment and 
travel for these students and for new employees, for putting them 
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on work teams where they are coached and where they get men-
toring, technical or otherwise, the formal course work that we re-
quire them to do. 

They have to know that when they develop those plans with 
their supervisors, two things are going to happen: 

First, that plan is going to be respected; it is going to be honored. 
And when they leave and come back, they are going to fit back into 
their job, and they are going to have work to do, not the fear that 
if I am gone, something is going to get moved to somebody else. 
That is the first piece. 

The second piece, they can look at that agency budget and know 
that funding is being protected so that they are assured that the 
resources are there for that commitment we have made to them. 

Senator AKAKA. Ms. Taylor. 
Ms. TAYLOR. For the most part, our internship program has been 

a summer program, so we have candidates in GAO for, 3 or 4 
months in the summer. We treat them like full members of the 
GAO team. We bring them in. We assign them a buddy, sort of a 
semi-mentor—but it is usually a young person as well—to help 
them understand GAO right from the beginning. 

We have a few days of training that we ask them to participate 
in, and we incorporate them, again, as a full member of the team. 
We have set up various activities throughout the summer, a speak-
er series as well. We invite them to many of the engagement meet-
ings. We bring them to the Hill for opportunities to understand 
that part of our work as well. 

The performance management piece is important, too, so we start 
with, clear expectations and we give them feedback. And at the end 
of their session, we give them an appraisal and let them know 
what we thought about their performance. 

Most of our interns at the end of the summer are given an oppor-
tunity to return. Many—about 70 percent—are given offers later 
on, assuming we have the budget authority and the staff year. But 
we have been refining our internship program for a while, and it 
has been really, really an excellent program for us. We value those 
students quite a lot. 

Senator AKAKA. Well, I thank you very much for your valuable 
testimony this afternoon. As I mentioned, our Nation for the first 
time in history is facing a large retirement wave that is coming, 
and you have reported some of your activities in trying to deal with 
this wave. And just like the way they surf in Hawaii, we want to 
take advantage and even use it wisely as an opportunity to get a 
good ride. [Laughter.] 

So let us look forward to that and continue to try to look for the 
best ways of not only recruiting but maintaining and sustaining 
and keeping well-qualified, well-educated employees for our Fed-
eral Government. It is in our hands. 

Thank you for being together, and we will work hard to bring 
that about. Thank you very much. 

I would now ask our second panel of witnesses to please come 
forward. On our second panel this afternoon, we have Mr. Tim 
McManus, Vice President for Education and Outreach at the Part-
nership for Public Service. 
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1 The prepared statement of Mr. McManus appears in the appendix on page 55. 

We have Ms. Laurel McFarland, Executive Director of the Na-
tional Association of Schools of Public Affairs and Administration; 
Ms. Anne Mahle, Vice President for Recruitment at Teach for 
America (TFA); and Mr. Witold Skwierczynski. 

Mr. SKWIERCZYNSKI. Good. W is like V, CZ is like CH. 
Skwierczynski. You did good, though. 

Senator AKAKA. He is the President of the National Council of 
Social Security Administration Field Operations Locals at the 
American Federation of Government Employees. 

Welcome to all of you, and it is the custom of this Subcommittee 
to swear in all witnesses, and I would like to ask all of you to 
please stand and raise your right hand. Do you solemnly swear 
that the testimony you are about to give this Subcommittee is the 
truth, the whole truth, and nothing but the truth, so help you, 
God? 

Mr. MCMANUS. I do. 
Ms. MCFARLAND. I do. 
Ms. MAHLE. I do. 
Mr. SKWIERCZYNSKI. I do. 
Senator AKAKA. Thank you. Let it be noted for the record that 

the witnesses answered in the affirmative. 
Let me also remind all of you that although your written state-

ment will be included in the record, your oral statement is limited 
to 5 minutes. Your full written statements will be included. 

Mr. McManus, will you please proceed with your statement? 

STATEMENT OF TIMOTHY MCMANUS,1 VICE PRESIDENT FOR 
EDUCATION AND OUTREACH, PARTNERSHIP FOR PUBLIC 
SERVICE 

Mr. MCMANUS. Thank you, Mr. Chairman. As Vice President for 
Education and Outreach at the Partnership for Public Service, I 
lead the Partnership’s efforts to inspire top talent, including the 
Call to Serve Initiative—which you heard Christine Griffin talk 
briefly about—a joint initiative between the Partnership and the 
Office of Personnel Management. That initiative is now a vibrant 
network of more than 750 colleges and universities across the coun-
try and is the only group of colleges and universities dedicated spe-
cifically and exclusively to promoting Federal opportunities to stu-
dents. 

This is a critical time for this hearing. The challenge of inspiring 
students, particularly those in mission-critical fields, is greater 
than ever before. As we reported in our Where the Jobs Are report, 
there is a tremendous need for mission-critical talent across gov-
ernment, many of which are also the same hard-to-fill occupations 
in the private sector. 

Budget constraints are also requiring us to look at new cost-effec-
tive ways to effectively bring colleges and universities and Federal 
agencies together to recruit top talent. Finally, with 
antigovernment sentiment and Fed bashing on the rise, we believe 
that the Federal Government may lose its competitive edge that it 
has worked so hard to gain over the last several years. 
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I want to commend the Administration and the Office of Per-
sonnel Management for its attention to hiring reform and to cre-
ating new pathways for student employment, particularly through 
the Presidential Memo on Improving the Federal Recruitment and 
Hiring Process and the Executive Order on Recruiting and Hiring 
Students and Recent Graduates. I also want to applaud the Sub-
committee for its attention to these important issues. 

The bottom line, however, is that the only way we are going to 
see change happen is if agency leadership makes recruiting and 
hiring a priority. This Subcommittee should do whatever it can to 
ensure that leaders pay attention to these issues and hold them ac-
countable for improvement. 

One way to do this would be to require that talent recruitment 
and management be incorporated into performance reviews for all 
career and non-career Senior Executive Service (SES). In addition, 
OPM now requires that agencies collect data on three specific 
measures related to hiring effectiveness: Time to hire, manager sat-
isfaction with the quality of applicants, and applicant satisfaction 
with the process. 

Congress in its oversight function needs to hold agency leader-
ship accountable for these measures and broader talent issues at 
every turn. 

We also know this Subcommittee is interested in ways that agen-
cies can work better with universities to build critical pipelines of 
talent. I would like to share five recommendations based largely on 
our experience with the Call to Serve initiative. 

First, agencies may be limited in their ability to hire at the mo-
ment, but should continue to have an on-campus presence even if 
they are not actively filling jobs. If not, they risk losing all the hard 
work and the relationships they have built up over the years. 

Second, the Partnership’s research has shown that peers are an 
important source of career advice and inspiration. We agree with 
Mr. Kane that agencies should follow the lead of the Department 
of Energy and the Department of Housing and Urban Development 
(HUD) and take advantage of peer recruiting opportunities by es-
tablishing their own student ambassador programs, as the Partner-
ship has advocated for in the past. 

Third, agencies and universities should take full advantage of 
the Intergovernmental Personnel Act, which provides for temporary 
exchanges between the Federal Government and colleges and uni-
versities, thereby more closely linking faculty and Federal agencies. 

Fourth, scholarship and loan repayment programs should target 
individuals pursuing mission-critical fields in the Federal Govern-
ment. Congress, in particular, should review current Federal schol-
arship and fellowship programs to better understand how the re-
sources are being used, to consolidate duplicative programs and in-
frastructure, and to ensure that money is being used to strategi-
cally recruit critical talent to the Federal Government. 

Last, agencies should see internship programs as a way to build 
long-term pipelines for entry-level talent. Internships are a vital 
component of the new Pathways Program, but Congress should also 
require that agencies collect metrics on the quality of the intern ex-
periences through exit surveys. In addition, recognizing that there 
is no better way to assess candidates than direct, on-the-job obser-
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1 The prepared statement of Ms. McFarland appears in the appendix on page 67. 

vation, Congress should promote the notion of internships serving 
as a competitive examination for future Federal employment. 

The Partnership looks forward to continuing to work with you, 
the Subcommittee, your staff, agencies, and OPM on these issues. 
Again, Mr. Chairman, thank you for your time and your attention, 
I am happy to answer any questions. 

Senator AKAKA. Thank you very much, Mr. McManus, for your 
statement. 

Ms. McFarland, will you please proceed with your statement? 

STATEMENT OF LAUREL MCFARLAND,1 EXECUTIVE DIREC-
TOR, NATIONAL ASSOCIATION OF SCHOOLS OF PUBLIC AF-
FAIRS AND ADMINISTRATION 

Ms. MCFARLAND. Thank you. I serve as the Executive Director 
of the National Association of Schools of Public Affairs and Admin-
istration (NASPAA), an organization of 275 graduate schools across 
the country, including the University of Hawaii, which have been 
committed to inspiring students to Federal service for more than 
four decades. 

Our member schools annually confer over 10,000 Master of Pub-
lic Administration (MPA), Master of Public Policy (MPP), and re-
lated degrees, and NASPAA is the accreditor of graduate programs 
in these fields. 

More than 30 years ago, NASPAA helped OPM and the Federal 
agencies create the Presidential Management Fellowship program 
to attract the very best from our Nation’s graduate schools. Unfor-
tunately, while ‘‘excepted’’ hiring programs such as the PMF have 
been effective in attracting capable grad students to Federal serv-
ice, there is overwhelming evidence in recent years that the exist-
ing competitive hiring system simply does not work for graduate 
students. Our data show that graduate students applying for Fed-
eral positions often have advanced training and cutting-edge skills, 
but little full-time work experience, especially in Federal employ-
ment. Applicants with this combination rarely get selected through 
USAJOBS. 

Fortunately, the President and OPM have recognized this prob-
lem and addressed it directly in the Pathways Executive Order 
signed in December. NASPAA applauds the President’s and OPM’s 
vision and courage. Now we need to make the Executive Order 
stick. This is a watershed moment for the Federal workforce. We 
can implement a half-hearted, skeletal set of Pathways Programs, 
or we can make this a serious downpayment on high-performance 
government. And we know that hiring graduate students with the 
critical skills can do that. If we fail to do this, we put the entire 
future capability of the government at risk. 

Students are vital in critical, hard-to-hire areas, and they rep-
resent the future leadership and management of the civil service. 
Moreover, our graduates have been trained to address public policy 
problems that are growing more complex, wicked, and global by the 
day. 
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So how do we convince these graduate students we need so much 
to consider Federal service? I have three recommendations, and 
Congress can play a critical role in each. 

First, the Pathways Programs need to work for students by en-
suring student pathways to Federal employment are clearly 
marked, coherent, and lead to further opportunities for careers in 
Federal service. Congress needs to insist on a few key elements in 
the Pathway Programs so that they contribute to high performance 
hiring and a coherent system for efficiently and accurately match-
ing talent to need. Congress should use its oversight to ensure that 
OPM and Federal agencies collect and publish data about how we 
are doing in recruiting, selecting, matching, employing, developing, 
and retaining recent graduates in Federal positions. 

Second, pay special attention to the Presidential Management 
Fellows program. It is both strategically and symbolically impor-
tant in attracting some of the very best people to careers in the 
Federal Government. The PMF selection process has been famous 
for being rigorous, competitive, and daunting, which we at 
NASPAA think is a good thing. We should be unapologetic and 
proud that the purpose of the PMF is to identify and develop future 
leaders and senior managers of the Federal workforce. As such, the 
PMF should select, match, and convert fellows based on the Execu-
tive Core Qualifications (ECQs) developed for the Senior Executive 
Service. 

Congress should ask for data on key performance measures of 
the program: Were the screening and selection mechanisms truly 
effective in identifying the most talented applicants? Were offers 
made in a timely fashion? Were the PMF positions posted by agen-
cies consistent with the mission of the program? What percentage 
of finalists was successfully matched to posted PMF positions? And 
what happened to those finalists who did not match? 

Third, and finally, we also need a strong partnership between 
Federal agencies and universities to give life to the Executive Or-
der’s new Recent Graduates Program. If we want this effort to be 
successful in drawing in graduates with the skills we need, it must 
serve both agencies and students. Congress should look for results 
that agencies have worked with education and professional associa-
tions to create Recent Grad Programs in critical functional areas, 
like budgeting and financial management, public procurement and 
acquisition, IT, human resource management. 

Ultimately, the challenge here is not just the narrow task of hir-
ing students and recent graduates. Federal hiring reform is about 
nothing less than ensuring the efficiency and effectiveness of the 
Federal Government in the years ahead and our ability to tackle 
the complicated public problems and fiscal pressures we will face. 

Today’s students, especially the most talented, can and will make 
a critical contribution to tomorrow’s Federal Government and our 
Nation. Thank you. 

Senator AKAKA. Thank you very much for your statement, Ms. 
McFarland. 

Ms. Mahle, will you please proceed with your statement? 
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1 The prepared statement of Ms. Mahle appears in the appendix on page 72. 

STATEMENT OF ANNE MAHLE,1 VICE PRESIDENT FOR 
RECRUITMENT, TEACH FOR AMERICA 

Ms. MAHLE. Thank you, Senator Akaka. I am one of the vice 
presidents of recruitment at Teach for America, and I want to 
thank you for this opportunity to provide our testimony and hope-
fully provide some insight into how we have been successful to 
date. 

We are honored to help our congressional leadership think 
through the important question of how we will meet the growing 
need of individuals to serve in these mission-critical positions with-
in our Federal agencies. 

Teach for America is the national corps of outstanding recent col-
lege graduates and professionals of all academic majors and career 
interests who commit 2 years to teach in urban and rural public 
schools and become leaders in the effort to expand educational op-
portunity for all children. Our mission is to build the movement 
that will eliminate educational inequity by enlisting our Nation’s 
most promising leaders, both in college, graduate school, and pro-
fessional sectors, to teach for 2 years in the short run and in the 
long term become lifelong leaders from all sectors who will work to 
eliminate the barriers that students, families, and communities 
face to achieving educational equity. 

Each year we seek to grow in both scale and diversity and to en-
gage more leaders from across the spectrum in our work. Over the 
last 21 years, and in particular in the last 5 years, we have learned 
a number of lessons that we are eager to share. 

We are often asked what lies at the root of our success. I think 
that the answer is pretty simple. It is the hard, purposeful work 
of our on-the-ground recruitment team. In our last recruitment sea-
son, in individual and group meetings, they met with over 32,000 
college seniors, graduates, and professionals, many of whom had 
never considered teaching in urban and rural public schools in low- 
income communities. And it is also the tight management that we 
exert around our recruitment campaigns. At the end of the day, it 
is not particularly fancy or flashy, but it makes a difference. The 
members of our on-the-ground recruitment team believe deeply in 
our mission and, more importantly, in the potential of the students 
and the families in the communities that we serve. This belief 
drives them, it inspires them in their work, and it is through their 
relentless efforts that we are able to engage more and more leaders 
in our efforts. 

But beyond hard work and a passion for our movement, there are 
some relevant lessons that we have learned. 

First, students and professionals want to serve. As they seek out 
their professional paths, they are looking for opportunities to posi-
tively impact their community and their country. But they do not 
want to serve simply for the sake of service. They want to know 
that they are making a real, on-the-ground impact. Students today 
are savvy consumers who are looking for the most effective and di-
rect ways to make that impact. It is critical, therefore, that stu-
dents are presented with a compelling value proposition for public 
service. They need to understand what problem they are trying to 
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solve, that the problem itself is solvable, how they can personally 
play a role in solving it, and then, finally, they need to believe that 
they are entering a program or a system that will embrace their 
talent, challenge and nurture them in their development, and help 
them engage deeply and meaningfully with the world around them. 

Second, high-performing, diverse talent will drive impact. Teach 
for America’s selectivity and diversity are central to our success. 
Our selectivity is critical because the success of our program relies 
on the effectiveness of our teachers in the classroom and in their 
leadership throughout their 2-year commitment and after the corps 
experience. 

Diversity is central to our success because we believe that maxi-
mizing the diversity of our organization will allow us to benefit 
from the talent and energy of all those who contribute to this ef-
fort. And at the same time that we value each individual who com-
mits to our cause, we do place a particular focus on fostering the 
leadership of individuals who share the racial and/or socioeconomic 
backgrounds of the students underserved by public schools. In 
terms of race, we place a focus on pursuing the overrepresentation 
of African American and Latino individuals, given that more than 
90 percent of the students we reach are black or Latino. At the 
same time, we also seek to recruit American Indian, Native Hawai-
ian, and Asian-American corps members given that we reach many 
students of these backgrounds in certain Teach For America re-
gions. I am pleased to announce that in our 2011 corps, 35 percent 
of them self-identify as people of color. 

With respect to American Indian and Native Hawaiian recruit-
ment, we recognize the historical legacy of inequity and 
marginalization. For example, only 49 percent of native children 
graduate from high school and only 11 percent go on to earn a col-
lege degree, as compared to the national average of 86 percent and 
29 percent. In response to this reality, Teach for America has 
launched the Native Achievement Initiative, a major component of 
which is increasing the number of Native American, Native Hawai-
ian, and Alaska Natives in our teaching corps. 

Finally—oh, I am sorry. I am out of time. 
Senator AKAKA. That is all right. Will you complete your state-

ment? 
Ms. MAHLE. OK. Finally, we also think—and many of your pre-

vious witnesses spoke to this—that tactical support is incredibly 
important. Over the last 5 years we have instituted multiple appli-
cation deadlines, which allows our applicants to complete the proc-
ess within approximately 10 weeks. For example, we let people 
know within a week of the application deadline whether or not they 
have made it to the next step of the process. We instituted five ap-
plication deadlines to better accommodate applicant preferences. 
And we think that multiple deadlines move people through the 
process quickly so that they can make the right decisions about 
their careers. 

And, finally, we only ask for that data which we know is helpful 
in our process. We have eliminated essays when the data shows 
that it did not give us additional information, and we are con-
stantly re-evaluating our processes based on the feedback of our 
candidates. 
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1 The prepared statement of Mr. Skwierczynski appears in the appendix on page 79. 

Through dedication, passion, and the relentless pursuit of re-
sults, we have significantly improved the size, diversity, and qual-
ity of our teaching corps. Yet hard work and innovative strategies 
do not account for all of our results. A key element of our recruit-
ment is the value we place on teaching, leading, and the power of 
transformational change in our communities. Our applicants and 
corps members are drawn not only to the challenges and opportuni-
ties of impacting the lives of children, but the honor and prestige 
they associate with their work. Much like the military, joining 
Teach for America is a means of joining a mission that is greater 
than the sum of its parts. 

Thank you, and I look forward to your questions. 
Senator AKAKA. Thank you very much, Ms. Mahle. 
Mr. Skwierczynski, please proceed with your statement. 

STATEMENT OF WITOLD SKWIERCZYNSKI,1 PRESIDENT, NA-
TIONAL COUNCIL OF SOCIAL SECURITY ADMINISTRATION 
FIELD OPERATIONS LOCALS, AMERICAN FEDERATION OF 
GOVERNMENT EMPLOYEES 

Mr. SKWIERCZYNSKI. Mr. Chairman, on behalf of the 625,000 
Federal employees that American Federation of Government Em-
ployees (AFGE) represents in 65 agencies throughout the Nation, 
thank you for the opportunity to testify today on the subject of in-
spiring students to Federal service. 

Hiring the next generation of Federal employees is a serious un-
dertaking. Those charged with the task have a legal and social re-
sponsibility to conduct Federal hiring in a most open, fair, and 
competitive way possible. Working for a Federal agency is not the 
same as working for a private firm, and it takes time to make sure 
an applicant meets the standards our society expects the Federal 
Government to uphold. 

AFGE applauds President Obama’s Executive Order which re-
pealed the Federal Career Intern Program, a discredited hiring sys-
tem that made a mockery of the Merit System and its promise of 
open competition for Federal jobs, as well as veterans’ preference. 

In addition, the Executive Order created the Pathways Program 
to recruit, train, and retain well-qualified candidates. Because the 
OPM regulations are still in development, it is too early to tell 
whether they will avoid the pitfalls that plagued the Federal Ca-
reer Intern Program (FCIP). 

We continue to urge OPM to ensure that the programs use merit- 
based procedures for recruitment, provide for equal employment op-
portunity, apply veterans’ preference, and comply with all applica-
ble laws. 

As an employee and a union representative in the Social Security 
Administration, I know well some of the pitfalls of the non-merit- 
based FCIP. In the last 7 years, at Social Security Administration 
(SSA) virtually all hiring was under FCIP. FCIP was characterized 
by the use of nepotism and cronyism in hiring, the failure to hire 
based on veterans’ preference, and establishing an unnecessary 2- 
year probationary periods where the law provides for only one. 
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The union surveyed SSA employees about their attitudes about 
the SSA hiring practices. Forty-six percent of respondents were 
aware of favoritism—favoritism being defined as the hiring of a 
friend or acquaintance or relative of a selecting official or other 
management official. Fifty-five percent of respondents indicated 
that FCIP was used to advance younger workers instead of more 
experienced and qualified employees. Sixty-two percent stated that 
FCIP was used to limit competition, and 61 percent of survey re-
spondents stated that FCIP was used to avoid the merit promotion 
process. 

The union obtained data from the agency regarding veterans’ 
preference use in hiring. For example, in Fiscal Year 2008, only 4.6 
percent of FCIPs were veterans; whereas, competitive hires that 
were hired that year, 17.4 percent were veterans. 

When we published a newsletter for our SSA workers regarding 
some examples in the State of Wisconsin and Washington about 
hiring of relatives of managers, we received scores of reports from 
employees around the country regarding similar practices in their 
offices. Any new recruitment system and hiring system must have 
mechanisms in place to prevent such abusive hiring practices. 
Managers have shown that giving them carte blanche hiring au-
thority leads to abusive practices. 

Ms. Griffin indicated in response to your question that OPM 
oversight will cure the problems. We think that is not enough. Be-
sides oversight, you need competitive practices and not open-ended 
hiring authority for Federal managers. 

OPM Director John Berry has noted several times the desire of 
the Obama Administration to make government service cool again. 
We strongly agree that it is important to support in concrete ways 
our Nation’s public servants and to educate the public about the 
value of service to America. If we do this, it will be certainly easier 
to attract the best and brightest to Federal service. 

However, new hires need decent pay and benefits packages to 
make Federal employment attractive. Unfortunately, the current 
political climate for all public employees, including Federal employ-
ees, is harsh. Efforts underway throughout the country would 
eliminate pensions, severely curtail health insurance benefits, cut 
or freeze pay levels, contract out government work, and eliminate 
longstanding collective bargaining rights. In particular for Federal 
employees, the 2-year pay freeze is effective this year and next, but 
there are others in Congress who are advocating 5-year pay 
freezes, including freezing all performance based step increases and 
bonuses. 

The Simpson-Bowles deficit reduction plan, which would provide 
to turn Federal Employees Health Benefits (FEHB) into a voucher 
system, would almost double health insurance costs for Federal em-
ployees by the year 2030. In addition, it would severely reduce 
health insurance premiums for Federal retirees. The FEHB system 
can—there are overhead costs and prescription drug rebate costs 
that can be built into the system which would prevent shifting 
costs to employees and retirees and saving money of Federal Gov-
ernment costs. 

The retiree situation that is being discussed on the Hill and be-
fore the Vice President, the proposals out there would provide for 
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almost a 7-percent increase for Federal Employees Retirement Sys-
tem (FERS) employees in terms of their retirement pay. Right now 
FERS employees pay 12 percent of their salary—0.8 percent of sal-
ary for annuity, 6.2 percent of their salary for Social Security, and 
5 percent for the Thrift Savings Plan (TSP). Congressional pro-
posals to increase that by 7 percent would mean that FERS em-
ployees would pay over 18 percent of their salary for retirement. 
New employees would be unable to afford this. They probably 
would not contribute to the TSP, and they would lost investment 
earnings because of that. These kinds of proposals to attack the 
pay and benefits of Federal employees would severely inhibit re-
cruitment of the types of individuals that we need in Federal serv-
ice. 

In conclusion, Mr. Chairman, unless these efforts to destroy the 
image and middle-class status of Federal employees are not halted, 
it will not make a bit of difference if the Administration creates the 
best possible programs for interns and recent graduates. A can-
didate with any sense at all would refuse to join a workforce which 
is constantly being maligned and financially undermined for polit-
ical purposes. 

That concludes my testimony. I would be happy to answer any 
questions. 

Senator AKAKA. Thank you very much, Mr. Skwierczynski. 
Ms. McFarland, I believe it is imperative that our agencies and 

universities work together to make sure universities understand 
the education and skills needed to prepare students for particular 
Federal career paths. This helps universities place their graduates 
in good jobs and helps the Federal Government recruit the people 
it needs, especially for technical, scientific, and medical jobs that 
often are difficult to fill. 

How is NASPAA working with your members to encourage this 
coordination? And what more can we do to help with this effort? 

Ms. MCFARLAND. I think NASPAA has a special role in coordina-
tion because we are an accreditor and we are able to bring employ-
ers and our schools together to talk about how students need to be 
prepared to serve the skill requirements of employers. And in this 
case, our employers are the Federal Government, State govern-
ment, local government, nonprofits, et cetera. 

Our accreditation process has become outcome oriented and is 
competency based, so we are very used to invoking the language of 
what can our graduates know and demonstrate they can do in their 
future workplace. 

So we actually have an opportunity to bring this competency dis-
cussion to the table as to how you develop students into Federal 
workers using well-established skills and competencies that we 
have been working on since they were in college and graduate 
school, and in internships, and then as they enter some of the spe-
cial Pathways Programs for students. 

Senator AKAKA. Thank you. 
Mr. McManus, you testified about the undersupply of qualified 

candidates in certain fields. Although interest in Federal service is 
high, students may not understand the available career paths and 
what training they need. Students interested in government might 

VerDate Nov 24 2008 11:26 Oct 14, 2011 Jkt 068011 PO 00000 Frm 00026 Fmt 6633 Sfmt 6633 P:\DOCS\68011.TXT JOYCEH
60

5-
41

33
1-

79
W

7 
w

ith
 D

IS
T

IL
LE

R



23 

be drawn to these fields if they knew about the opportunities avail-
able early enough. 

How could we better inform students about Federal jobs early 
enough for them to target their preparation for mission-critical 
fields? 

Mr. MCMANUS. Mr. Chairman, I think there are several ways 
that we can do a better job across the Federal Government to try 
to educate young people about the opportunities that exist. First 
and foremost Federal agencies too often wait to do their recruiting 
until somebody is in college—typically in their junior or senior 
year. Federal agencies, as well as society as a whole, need to 
change the perception of Federal employees and develop campaigns 
that show the great work that Federal employees are doing. 

One of the programs that the Partnership conducts that does a 
great job of doing this is the Service to America Medals, which 
highlights outstanding Federal employees and the work they are 
doing. The program helps people understand that regardless of 
what occupation you are in, there are opportunities for you in the 
Federal Government. 

Clearly on college campuses we need to do more and go beyond 
career services to connect directly with faculty in those areas where 
government needs talent the most. Again, largely we look at career 
services as the gateway to our talent on campuses. If we are going 
to be successful, we need to expand those efforts. 

Senator AKAKA. Let me followup with this: Your testimony states 
that the new Student Pathways Programs lay the groundwork to 
improve recruiting. I would like to hear your thoughts on how 
these new programs should be used specifically to recruit mission- 
critical talent to government. 

Mr. MCMANUS. Great. As I stated, the Partnership believes that 
student interns should be a vital component of all agencies’ entry- 
level pipelines, getting to students early in the process and edu-
cating them about the opportunities that exist. I think Mike Kane 
from the Department of Energy talked about the value of the Stu-
dent Ambassador Program in not only reaching faculty but also in 
reaching students. Interestingly enough, my colleague here from 
Teach for America said that last year they reached 32,000 potential 
applicants in their recruitment process. In the 2009–10 year, 29 
Ambassadors reached more than 17,000 students across college 
campuses. 

So, again, I think one way to attract mission-critical talent to 
government is by having peers who have actually served in an in-
ternship talk about their experience back on their campus and get 
people energized about the opportunities they have in government. 

Clearly the Pathways Program, particularly the Internship Pro-
gram, gives students a first taste of the Federal Government and 
begins to expose them not only to the work of the individual agency 
and the work of the individual office they are in, but government 
at large. That is a great first step. We need to capitalize on student 
internship programs to build talent pipelines. A key feature of the 
recent graduate program is the opportunity to develop professional. 
It is not simply a hiring process or a hiring authority. It is actually 
a way to bring people in and to provide on-the-job training for the 
job that they are going to take over. 
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Senator AKAKA. Thank you. 
Ms. Mahle, as we have heard from a few of our witnesses today, 

it is important to have the right data to assist a recruitment pro-
gram and adapt recruitment strategies accordingly. What type of 
data do you collect each year to help reassess your strategies? And 
how have you adapted your approach based on that data? 

Ms. MAHLE. Thank you. We have a strong relationship with data 
on the recruitment team at Teach for America. We start out—it is 
a process, so we start out with basic demographic data. How many 
seniors are there in a class at each college and university that we 
recruit at? What is the demographic make-up of that student body 
based on race? And based on that information we set recruitment 
goals at the top schools we recruit at. We set goals at about 340 
schools across the country. 

This coming fall we will have 73 recruiters on the ground in the 
field, and we track data day in and day out: How many people they 
contact via e-mail, how many people they meet with one on one, 
in a group setting, and then what the conversion rates are from 
that meeting based on who starts an application and who com-
pletes it. 

We are able to track on a weekly basis. We generate reports that 
are sent out to the team that track the percent of folks who started 
applications that we have engaged with, and then we look at where 
we are at as compared to the previous year at that point in time 
in terms of the number of applications started, and we break that 
out by our target areas in terms of both race, so African American, 
Latino, Asian American, Native American, as well as people who 
identify as receiving a Pell grant, which is the proxy that we use 
as someone coming from a low-income community. 

We are lucky in that we have five application deadlines, so each 
deadline represents at benchmark at which point you can step back 
and reflect on the process and figure out where you need to adjust 
course. 

So that is how we use data in the recruitment process, but I 
think another key component is the selection process because you 
have to identify the right people to recruit so that you have a high 
return. We use our student achievement data from our corps mem-
bers to inform our selection process. So we look at our most effec-
tive teachers, what they are doing in the classroom, who has the 
greatest outcomes with their students. And then we look back 2 
years or 1 year to see what they brought and what they dem-
onstrated in the application process. And we feed all of that infor-
mation together, and then we feed that back to our on-the-ground 
recruiters so that they are identifying the right folks on the front 
end to spend time and effort on so that they will be successful in 
the process. 

Does that answer your question? 
Senator AKAKA. Yes. Thank you very much. 
Mr. Skwierczynski, as we have already discussed, I am pleased 

that the Federal Career Intern Program has been phased out. That 
program had been used as a broad direct hiring authority which I 
believe undermined veterans’ preference and important Merit Sys-
tem principles. 
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What do you think needs to be done to make sure that the new 
Student Pathways Programs do not again become a substitute for 
the competitive hiring process? 

Mr. SKWIERCZYNSKI. Well, I think one thing that we have 
learned from FCIP is that, as I testified, if individual managers are 
given full recruitment authority with no strings attached, you find 
abuses. Now, in Social Security, for instance, we have 1,500 hiring 
officials. There are 1,500 offices and each manager does their own 
hiring. So many of them recruit at universities where their offices 
are located, but many of them decided that since there were no 
strings attached and there were no rules under FCIP that they 
would hire daughters and sons and nieces and nephews of fellow 
managers or their friends, and that cannot continue under this new 
Pathways Program. 

As I said, oversight is not enough. You need rules. You need to 
return to a competitive hiring system where everyone understands, 
the recruiter and the recruitee understand what the rules are, 
what the scoring system is, and that the best possible candidates 
will be selected for the vacancies that are open. 

Open-ended hiring systems do not work. We have seen it cer-
tainly in Social Security. There are too many abuses, so we cannot 
return to that system. 

Senator AKAKA. Ms. McFarland, you noted in your testimony 
that in recent years the competitive hiring system has not worked 
well for graduate students who have strong training and skills but 
may have little work experience, especially in the Federal Govern-
ment. Why do you think this became more of a problem in recent 
years? And what can we do to make the competitive hiring process 
more accessible to recent graduates? 

Ms. MCFARLAND. It is indeed true that in recent years grad stu-
dents have been having a harder time than they used to have. I 
think you can trace it to a lot of things: An explosion in the number 
of applications as we developed online mechanisms; the lack of fa-
miliarity of graduate students with how the system works and real 
uncertainty how best to present themselves on USAJOBS. 

How can we make it more accessible? The competitive hiring sys-
tem should continue to be an avenue for graduate students to come 
into government, in addition to Pathways. I think for it to be more 
accessible, there would have to be better connections with intern-
ship programs so that students have more demonstrated work ex-
perience, coming into the competitive hiring system, so that they 
actually can document work experience and get some recognition 
for that. Some of the new resume-based applications that OPM has 
been introducing will be more familiar to students who are apply-
ing for other kinds of jobs besides Federal jobs that may help them. 

But I continue to think that the Pathways Programs will be very 
important in addition to the competitive hiring system for grad stu-
dents to have opportunities in Federal service. 

Senator AKAKA. Ms. Mahle, would you please tell us more about 
how you use your alumni network to recruit on campus? 

Ms. MAHLE. Certainly. We currently have about 20,000 alumni 
of Teach for America, and we work with them in a variety of ways. 
We have a number of alumni who are in graduate school, and so 
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we utilize them to both recruit their peers who are in graduate 
school, but also to recruit seniors and to work with underclassmen. 

We also use alumni to engage in phone meetings, in various e- 
mail campaigns with individuals from their alma maters, be they 
graduate school or undergraduate, and also with peers in various 
career sectors. We have found that many of our alumni who en-
tered Teach for America as professionals, having transitioned from 
a specific career sector are the most effective recruiters for individ-
uals who are now contemplating that same kind of transition from, 
another sector whether it be finance or law or other business enter-
prises into teaching. They are in some ways the most effective indi-
viduals, and I think a number of people have spoken about this, 
and the Pathways Program speaks to it, too, that those individuals 
who have gone through a program have the experience, have the 
conviction, are incredibly important in terms of their candor, in 
terms of their passion for what they have done, and in terms of 
really creating that picture of what it looks like to serve and to 
have an impact and then to reflect on that, having gone through 
the entire process. 

Almost all of our recruitment staff are alumni of Teach for Amer-
ica themselves, so they are able to tell those stories, too. But we 
find there is a greater authenticity at times coming straight from 
an alumnus, who is not paid by Teach for America to sit down and 
talk with you about the experience. Therefore, we do lots of tag- 
teaming between our recruitment team as well as our alumni work-
ing in conjunction with one another. As we grow to scale we have 
to figure out how to engage this force of alumni to an even greater 
extent. In this upcoming season, alumni will fully own recruitment 
efforts at a number of colleges and universities that we have not 
yet recruited at, and we are excited to see how that plays out. 

Senator AKAKA. Well, I wanted to compliment you and your pro-
gram because I have spoken to teachers out there in Hawaii who 
are part of your program, and they have worked in different areas 
where they have made a difference. 

Ms. MAHLE. Well, thank you. 
Senator AKAKA. And what I like and am surprised at that is 

many of them have come back, have continued to teach in those 
areas. 

Ms. MAHLE. Yes. 
Senator AKAKA. And they seem, as you said, so passionate and 

committed, and I am amazed at what they are doing. So your re-
cruitment must be good, and I want to use the word ‘‘diverse,’’ be-
cause your teachers have very diverse backgrounds, and that helps 
the educational process as well. 

Ms. MAHLE. Thank you. We think it is incredibly important. It 
is incredibly important to the students and families that we serve, 
and frankly, it moves us forward as an organization to have as 
many diverse perspectives at the table when we make decisions. 
Thank you. 

Senator AKAKA. Well, thank you so much for all of that. 
My final question is to the panel, and I know that as you sit here 

you have other kinds of comments you would like to make, and so 
I am going to give you that opportunity to add any other comments 
or recommendations you may have for this Subcommittee. 
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I think the final thing we can do to help these situations and 
issues is legislation, so I would look at legislation as a final thing. 
But, we can make administrative changes, and so when you make 
your additional comments, suggest maybe what areas we can move 
in to move as quickly as we can to meet the challenge of the retire-
ment wave. 

Let me then call on Mr. McManus to begin. 
Mr. MCMANUS. Thank you. I actually want to reiterate one of the 

points that I made in the oral statement. It is also addressed in 
the written testimony. It is critical that we not only collect data but 
also hold leaders accountable for recruitment and hiring. Leader-
ship accountability is key. 

As we look at the landscape of young people we actually do not 
see lack of interest in the Federal Government. The challenge is 
that many young people do not understand what opportunities 
exist. We have found that, particularly in mission-critical jobs, the 
more individuals with engineering and the highly scientific back-
grounds find out about Federal opportunities, the more they are in-
terested in them. 

The real issue, though, is that Federal agencies need to be held 
more accountable for hiring reform. I am going to give a quick ex-
ample of this. One of the key components of the hiring reform ini-
tiative and something that OPM is holding agencies accountable for 
is reducing time to hire. Time to hire in and of itself is not a good 
measure. We could hire very quickly and approve the hiring proc-
ess overnight, but it does not mean that we have actually gotten 
the quality of applicant or the quality of hire that we actually need. 

More importantly, if we begin to break down that time-to-hire 
data and look at time to hire for an internal candidate versus time 
to hire for an external candidate, I think we would be very sur-
prised. I would surmise that the time it takes to hire somebody in-
ternally should be significantly lower than what it is to hire some-
body externally. 

If we are looking at an aggregate time to hire, we are fooling our-
selves by saying that it takes us 80 days to hire someone when, in 
fact, it may take us 20 days to hire the internal candidate but it 
takes us 200 days to hire the external candidate. 

The Department of Housing and Urban Development has re-
cently launched an internal initiative to look at something they call 
HRStat. They are taking hiring data very seriously and are having 
Cabinet-level or Department-level conversations about how long it 
takes to hire a candidate, how long it takes to hire somebody inter-
nally versus externally and how long does it takes to hire a can-
didate in one office versus another. 

Through this analysis they are able to uncover where the real 
problems and challenges within their hiring and recruitment proc-
ess are, and are able to hold managers that are specifically respon-
sible for those offices more accountable for their actions. 

Again, as I said in my oral testimony, until we actually hold 
leaders accountable for recruitment and hiring, everything we 
tweak around the edges is actually just that—a tweak around the 
edge. 

Thank you. 
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Senator AKAKA. Thank you very much, Mr. McManus. Ms. 
McFarland. 

Ms. MCFARLAND. Yes, I would like to close by saying one of the 
things I found very interesting about this hearing was the issue of 
partnerships between universities and the Federal Government. 
The Pathways Programs raise a tremendous opportunity for those 
partnerships to take place. And I am not just talking about recruit-
ing relationships, which we talked a bit about today. I am talking 
about the possibility of long-term partnerships between universities 
and organizations like NASPAA, and also professional organiza-
tions that have set professional competencies for entry-level profes-
sionals, to work together over the long term. We need to put flesh 
on the bone of the Recent Grads Programs in functional areas to 
create programs that really serve the critical needs of the Federal 
Government, where we are having a really hard time hiring really 
good people. I think there is a tremendous opportunity with the Re-
cent Grads Program to ask for excellence and ask for very high 
standards and to create programs that serve that purpose through 
long-term developmental relationships between universities, 
accreditors, professional organizations, and the Federal Govern-
ment. 

Senator AKAKA. Thank you very much. Ms. Mahle. 
Ms. MAHLE. I have two recommendations on the area of possible 

legislation. 
First, Mr. McManus spoke about the availability of scholarships 

and fellowships for people who go into public service. One of the 
things that we have found to be the greatest barrier for people 
seeking to join Teach for America is the burden of Federal student 
loans, and this is particularly true for individuals from low-income 
backgrounds as well as individuals of color. We did a study about 
3 years ago, and this was the No. 1 barrier. So the extent to which 
loan forgiveness could be made available for those individuals who 
seek to engage in public service, who seek to teach in low-income 
communities, that I think could be a key driver to increasing both 
the diversity of our teaching corps as well as the number of individ-
uals from low-income backgrounds who are able to pursue that 
path. 

Then, second, as you probably know, Teach for America’s funding 
was deemed to be an earmark in this last go-round, and we lost 
it. We had nearly 50,000 people apply to Teach for America this 
year, and we will be placing 5,100 in classrooms in 43 regions 
across the country this fall. We want to grow and meet the growing 
demands of communities around this country who seek Teach for 
America corps members and the pipeline of leadership, the people 
who stay and serve as leaders in those communities, continues to 
grow. But our ability to meet those needs and desires of commu-
nities across this country is limited by our ability to fund and sup-
port them. 

So I think those are two key areas where Congress could be par-
ticularly helpful, loan forgiveness and potential appropriations. 
Thank you. 

Senator AKAKA. Thank you. Mr. Skwierczynski. 
Mr. SKWIERCZYNSKI. Yes, I have actually three things. 
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One has to do with in order to have an effective and fair hiring 
system, you also have to have an effective and fair merit promotion 
system. The two go together. Without both, it creates many work-
place problems when recruits, new hires are placed into positions 
that current employees have the expectation that should be open 
for merit promotion. 

During recent years in Social Security, when we were hiring, 
once Obama was elected, under the stimulus package, there were 
about 7,000 hires in Social Security. Unfortunately, the agency de-
cided to concentrate its efforts completely on hiring people rather 
than promoting people, and that caused a lot of internal resent-
ment among incumbents within the agency who did not have the 
same opportunities for merit promotions as they did in the past. So 
I think it is extremely important that agencies do not concentrate 
on one aspect of filling vacancies to the exclusion of the other. 

A second recommendation—and in the Clinton Administration 
we had a pilot program on this in Social Security—is to use current 
employees in the recruitment process. Oftentimes we find that 
when employees are hired, they are very surprised at actually the 
nature of the work and also the workplace environment, that they 
were not given a lot of information during their recruitment about 
the actual work life that they would be experiencing if they were 
hired, and this causes a lot of folks, after short periods of time, to 
leave because they are surprised when they get here about the 
working conditions. 

So I would recommend that agencies consider using current em-
ployees in the recruitment practices while they are recruiting, in 
the interviewing, and interviewing recruits, who would be more 
free and be more able to answer questions and to alert new hires 
about the nature of the jobs that they are considering taking. 

The third thing is, once hired, we have found that oftentimes 
new hires are given little information about their benefits options 
and oftentimes make choices without having sufficient information. 
Oftentimes agencies have training classes for folks that are close 
to retirement about their options with regards to investments and 
everything when they retire. Those kinds of classes should be done 
when people are hired so that they can make reasoned choices 
about their benefits at the beginning of their Federal service rather 
than at the end when it is too late. 

Senator AKAKA. Well, thank you very much, and I want to thank 
all of our witnesses today for your thoughts and your recommenda-
tions. I encourage all of you to continue working together, and with 
this Subcommittee to build stronger relationships between the Fed-
eral agencies and our Nation’s colleges and universities. It is crit-
ical that we recruit and retain the best and the brightest to take 
on the pressing challenges our country faces. 

The hearing record will remain open for 1 week for Members to 
submit any additional statements or questions. 

Again, I want to compliment you for your statements and tell you 
that what I have heard today will really help us in our work to try 
to help our Federal Government to bring this about. So thank you 
again, and I want to wish all of you well. 

This hearing is adjourned. 
[Whereupon, at 4:20 p.m, the Subcommittee was adjourned.] 
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